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Apstract: Adequate and timely response in terms of permanent changes is essential for the survival of any company. The capacity for such response is measured by degree of flexibility, whereby flexibility is the ability of the company to change itself or to be easily changed according to any given situation.The phenomenon of flexibility can be achieved by more complete involvement of employees in the system of organization functioning, including development of their resources, participation in decision-making and selforganization of work, freedom to undertake initiatives, a good system of information, and encouragement of team orientation and interactivity of employees in achieving organizational goals. The study's aim is to show, through empirical research, a degree of employees' involvement in companies in Serbia, to identify the factors that influence its development and analyze difference in involvement in domestic and foreign companies.The survey was conducted through a questionnaire based on Denison model of organizational culture whereby the sample size 1000 respondents. Data were statistically analyzed and interpreted. The results showed that companies in Serbia still need to work on improving involvement of employees in а company life, that there is difference between domestic and foreign companies in decisions making and that the team work is the main factor of involvement of employees.

Introduction
In a time when environment changes make some businesses obsolete, an organization quickly becomes unsuccessful from successful. It seems that companies are now more than ever faced with risks and uncertainties of occupied positions. Chances for success are on the side of those organizations that develop an ability to adequately and timely respond to all challenges of the environment. Flexibility has become the most desirable trait of today as well as the significant part of organizational culture that brings success.
According to Denison model, phenomenon of organizational culture flexibility is consisted of employee involvement and of adaptability of a business entity. Achieving flexibility while preserving stability (consisting of mission factor and work consistency) is an organizational culture formula, according to the mentioned model, now thought to be a key factor that brings long-term success and prosperity to organizations.
In an era of change, one of the first amendments that any organization needs to introduce is just that which involves an attitude adjustment towards its employees. More complex circumstances, speed, pace and working conditions require exceptionally intellectually strong and educated employees, skilled in communication that reinforces the need of organizations for giving more space to initiative of employees and for creating an environment that will allow people to express and promote their full potential. By converting employees in a team, the power of organization as a whole strengthens, simultaneously securing its competitiveness.
The significance of the research is in determining the real state about involvement in organizations in Serbia and a determing a way of improving of their functioning, especially of domestic companies, which after a period of transition, trying to integrate successfully into the European and world economy.
Literature review
Employee involvement is a complex process that, as per Denison's definition (Denison & Neale,1999) , involves strengthening the potential of employees by developing their skills and responsibility, and enhancing their feeling that they are parts of the team moving towards achieving a common goal. We can even define it as a "participatory process that uses the input of employees to increase their commitment to the success of an organization" (Robbins & Judge, 2009, p. 235) .
The real importance of the human resources for an organization became clear in the period of the big oil crisis, when Japanese companies, despite the fact that they had imported techniques of production and productivity management from the United States of America (USA), grew to be absolutely superior to them. What has made an important difference between companies in Japan and the United States is the approach to human resource management. If we look, for example, at companies Toyota and Ford Motor Company, it is known that, unlike their American rivals, Toyota's administration has always firmly believed that "the first-line employee can be more than a gear in the production machinery" (Hamel & Breen, 2009, p. 42) . They tried to get the most out of their people and to maximize their mental and intellectual potential on daily basis. In short, they considered their employees to be geniuses that would enable them to quickly and easily improve their business. In contrast, car manufacturers in the United States ignored the potential of employees and contribution they could make. They had more confidence in various experts, additionally engaged, who helped them to improve their quality and efficiency. Contempt for workers' intelligence was so great that Henry Ford once grumpily asked, "Why do I always get a brain along with a pair of hands I ask for?" (Hamel & Breen, 2009, p. 42) . Instructive in this case the company is increasingly becoming to invest in their employees and expect more of them.
During 1994 a survey was conducted among business people in different industries. They were asked, "What percentage of their time people in your organization spend thinking, learning and innovating? The responses obtained were in the range from 5 to 15 percent" (Goldman, Nagel, & Preiss, 1995, p. 190) . It was certainly better than ever, but today it isn't enough. Learning and innovating have become the existential need and dominant process in life of organization or a man who today spends the bulk of his working hours overcoming innovations and other challenges.
Peter Drucker (2006) points out that current management has to enable a company and each of its members to grow and develop with the changing needs and opportunities, highlighting that every company is an institution that learns and teaches, and that training and development must be integrated into all company levels. By saying that, the author emphasizes that training is a continuous and never ceasing development. "Effective organizations empower their people, build organizations as teams, and develop human resources on all levels" (Denison, Haaland, & Goelzer, 2004, p.100) . Bill Gates, one of the most successful managers in the world, says that "each morning, ninety percent of a company's value walks in, and walks out in the afternoon" (Jovičić & Jovičić, 2015, p. 196) . Modern managers and companies have to try to motivate workers to participate in team-work in order to achieve quality and to carry out constant enhancements (Cvjetković, 2015) . Adizes (2012) also points out that "people in every organization must be aware that all of them will rush into disaster if they fail to cooperate and fail to enable progress and development" (p. 232). Also, "the power of total quality management is greatly improved by the involvement of employees in teamwork" (Nadler et al., 1992, p. 141) .
One more benefit that brings concept of involvement of employees is fact that "contrary to the traditional hierarchical organization, which seeks to have a standard policy and procedures when dealing with certain issues, organizations with high employee involvement can make more effective decisions on specific environmental issues or specific customer requirements, but also have the chance to be more flexible and faster in decision making" (Galbraith, Lawler III, & associates, 1993, p. 174) .
In her work, Organizational culture and entrepreneurship, Krouse (2012) cites examples of companies Chrysler, Family Health West whose managers have succeeded to save their companies from doom just by changing the culture, which now implies the inclusion of employees, focus on learning and emphasis on quality. However, the fear of employees' empowerment is widespread and totally unjustified. The power and success of every organization grow through the synergy of power and success of its employees. In other words, "the greatest potential of a company are its workers and hiring only the best employees, and the use of such workers in the best way, company can achieve a competitive advantage" (Perić, 2015, p. 36) .
Using the empirical analysis, Batt (2002) has also come at a result which supports position on the importance of involving employees in an organization, presented in his study: "...The high involvement practices have a direct impact on the performance of employees as well as indirect impact on the performance of the lower rates of employees' departures" (p. 594-595). Simply, involving employees positively influences their motivation by meeting the need for self-actualization as the highest human need, which will make them more loyal and will have a positive impact on their results. According to Frank (2015) , people will develop positively where there is an atmosphere of support or in a case they don't get enough attention and support, their abilities, talents and attitudes will be turn in a bad direction.
However, statistics of the involvement of the workforce, either in Serbia or in other world countries is not at a high level. Gallup survey, presented in 2013, found that "only 13% of employees across 142 countries worldwide are engaged at work. Moreover, 'actively disengaged workers' -referring to those who 'are negative and potentially hostile' to their workplace -outnumber their engaged counterparts at a rate of nearly 2 to 1. In Australia and New Zealand, for example, 60% of employees are not engaged and 16% are actively disengaged on their job. In the United States, 52% of the workforce are disengaged" (Sowath, 2015, p. 309 ). "The current state of affairs in the Serbian economy reflects a situation in which corporate performance is influenced to a much lesser extent by certain specific knowledge and skills. In other words, the performance of companies still depends mainly on the physical assets of an enterprise, location value, and potential market position that have a tinge of monopoly (or oligopoly)" (Dženopoljac, 2014, p. 181) .
It is more than obvious that in the modern work conditions, when is work reduced to a purely intellectual activity, favoring people, as the only resource that has the ability to learn and think, becomes the primary activity of innovative management. The reason is simple -everything owned by a company can be ruined, but if it has knowledge, it will again raise by the power of its productivity. "Firm's competitive advantage lies in its ability to create, recombine and transfer knowledge efficiently within the context of a dynamic competitive environment" (Buller & McEvoy, 2012, p. 48) .
Research methodology and basic hypothesis
The survey was conducted by technique of written interviewing. A questionnaire in the form of Likert scale for measuring attitudes (1 -completely disagree, 2 -partly disagree, 3 -neither agree nor disagree, 4 -partly agree, 5 -completely agree), constructed according to Denison's model (Denison & Neale, 1999) with slight modification of attitudes, was used for data collection. The questionnaire was distributed in direct contact with respondents and via social network Facebook. Data were analyzed and interpreted using the program IBM SPSS Statistics 21.
The following attitudes were tested: Most employees are highly involved in their work, Decisions are usually made at the level where the best information is available, Information is widely shared so that everyone can get the information he or she needs when it's needed, Everyone believes that he or she can have a positive impact, Business planning is ongoing and involves everyone in the process to some degree, Cooperation across different parts of the organization is actively encouraged, People work like they are part of a team, Teamwork is used to get work done, rather than hierarchy, Teams are our primary building blocks, Work is organized so that each person can see the relationship between his or her job and the goals of the organization, Authority is delegated so that people can act on their own, There is continuous investment in the skills of employees, The capabilities of people are viewed as an important source of competitive advantage, Problems seldom arise because we have the skills necessary to do the job. Only key words that describe attitudes will be shown in the tables below.
In order to elucidate factors of flexibility in Serbian companies, we have conducted a research on a sample of 1,000 respondents employed in domestic and foreign companies in 29 cities in Serbia. The survey was conducted in the period from November 2014 to November 2015. The following results are part of the research on organizational culture in companies in the Republic of Serbia -made according to the needs of a doctoral thesis (Gavrić, 2016) .
Basic research hypotheses are:
1. Employees in companies in Serbia are involved in the life of their companies.
2. There are some differences of opinion about the degree of involvement of employees in domestic and foreign companies.
3. Teamwork is the essential factor in the involvement of employees.
To test the hypothesis 1, which aims to analyze the involvement of employees in company life, a descriptive analysis was used. To test the hypothesis 3, which aims to analyze the similarities and differences in the degree of involvement in the organization of domestic and foreign companies, we applied the t-test for independent samples and to determine the important factors of involvement we used factor analysis, Extraction Method: Principal Component Analysis with Rotation Method: Varimax with Kaiser Normalization. Tables 1 and 2 provide a description of personal characteristics of respondents and the companies in which they work. Table 3 presents data of the central tendency (mean) and standard deviation relating to attitudes that describe the involvement of employees, for a sample size of N = 1,000 respondents and Likert scale for measuring attitudes (1-completely disagree, 2 -partly disagree, 3 -neither agree nor disagree, 4 -partly agree, 5 -completely agree). According to the results, we can see that the average score of all examined attitudes related to employees' involvement, in companies in Serbia is approximately 3.34, which represents a slightly higher percentage compared to the attitude that respondents do not feel included or excluded from their company's life. Table 4 shows mean values for all tested attitudes for the two groups of respondents:
Research sample
Analysis of the employees' involvement
• Employees in domestic companies, there are Ndomestic= 859;
• Employees in foreign companies, there are Nforeign=141.
In the third column in the table 4 is mean value of involvement, for all attitudes, in domestic and foreign companies. The obtained values are between 3 (neither agree nor disagree) and 4 (partly agree), except for attitudes "Business planning is ongoing and involves everyone in the process to some degree" and "There is continuous investment in the skills of employees". The fourth column shows standard deviation from mean value and fifth column shows standard error of mean value. Table 5 shows mean value of employees' involvement, for all attitudes, in domestic and in foreign companies. The results of independent samples t-test showed no statistically significant differences in agreement on most positions related to the involvement of employees in domestic and foreign companies. There was a statistically significant difference in the attitude that "Decisions are usually made at the level where the best information is available".
Mean value of compliance with this attitude for foreign companies is 3.77, and for domestic companies it is 3.54. This means that, based on the results, we can say that better decisions are made in foreign companies. Source: author's research
Determining the major factors of employees' involvement
In order to determine the main factors influencing the employees' involvement in a company, factor analysis with the extraction method of the main factors was applied to 24 variables (Extraction Method: Principal Component Analysis, (PCA)). Table 7 shows the result of checking whether data set is suitable for factor analysis. Since KMO is 0.879> 0.6 and the level of significance Sig<=0.000< 0.05, the condition for applying the method is justified. After the initial extraction, we applied:
Analysis of the main factors revealed the presence of six factors with the characteristic values, greater than 1, which explained 35.2%, 8.42%, 6.25%, 5.12%, 4.47% and 4.36% of the variance, Table 8 . 
Source: author's research
Hence, we took 6 factors into consideration. This solution, consisted of 6 factors, explained approximately 63.84% of the variance.
After applying varimax rotation with Kaiser Normalization (Rotation method: varimax with Kaiser Normalization), we got the results shown in Table 9 . 
By the analysis of the results we have selected 6 main factors that affect involvement and that are shown on 
Discussion and conclusion
The concept of employees' involvement (as a concept of encouraging the development of knowledge and skills of employees and their teamwork) becomes the dominant principle of management in circumstances where the majority of workers are engaged in the knowledge-based business.
The significance of the concept of employees' involvement is in strengthening the flexibility of companies. Kodak Company has held on its competitiveness thanks to the fact that their "leadership equipped themselves with the adequate flexibility needed to respond quickly to business environmental changes" (Jovanović, 2015, p. 147) . Applying the concept of employees' involvement organizations modernize the organizational culture, a phenomenon that in a time when almost all resources are relatively equally accessible, provide companies with a truly unique competitive advantage (Arikan & Enginoglu, 2016) .
Based on the results obtained by the conducted research, we can conclude that the first hypothesis, which states that employees of companies in Serbia are involved in the life of their companies, is only partially confirmed, since we get the average grade of all the parameters of employee's involvement-about 3.34, which represents a slightly higher value of neutral position (they don't feel involved in life of their company, or excluded from it). Since employees are holders of ultimate performance and competitiveness of organizations in today's market, it is also recommended for companies in Serbia to work on improving employees' involvement in the life of their companies.
The second hypothesis about the existence of opinion differences, related to the degree of employee involvement in domestic and foreign companies, is only to some extent confirmed, in the part that decisions are usually made at the level where the best information are available. Foreign companies care more about making good decisions. Seeing that the research was conducted in Serbia, on a sample of employees from Serbia, the resulting difference in decision-making is an outcome of different organizational culture implemented on the same national culture. Even the factor analysis yielded the result that work in a domestic or foreign company represents a factor that influences the involvement of employees.
It should be noted here that the significance of the research lies in the fact that it was conducted in a country that emerged from transition and where, until recently, foreign companies were absent. It was organized on a sample of 1000 respondents and that reinforces the strength of its conclusions. Differences among certain aspects, related to employees involvement and their flexibility, can be in the service of improving domestic companies functioning.
The third hypothesis, that teamwork is an important factor of employee involvement, is fully verified because, using the factor analysis, we obtained the most influential factor which we called "Employee development and team orientation."
According to the result of factor analysis, the most important factor of employees' involvement in the life and work of a company is their ability to develop and realize their own potentials. This result is significant because it indicates that the omission of workers in training is an important reason for them to feel excluded from the future of organization. In addition, the membership in work teams is of paramount importance for the sense of involvement in the life of a company.
The results obtained as the main factors of employees' involvementemployees' development and teamwork are generally applicable and represent a significant object for further research.
